This study aims at investigating the extent to which of perception of organizational justice predict organizational citizenship behaviour (OCB) among Adhoc teaching staff of Delta State Polytechnic, Ogwashi Uku. OCB here is conceptualized as a term that encompasses any positive and constructive action that employees engage in, on their own volition which supports co-workers and benefits the organization. This study adopted the survey research design. The population of the study consisted of 150 Adhoc teaching staff of the Polytechnic, out of which 120 was conveniently sampled. Data was collected through questionnaires. To determine its reliability, Cronbach-alpha was used (organizational citizenship behaviour 0.81 and 0.83 for organizational justice.) The collected data were analyzed using descriptive and inferential statistics. The results showed that mean of OCB are slightly above average. And there is significant positive relationship between the components of organizational justice and OCB. Furthermore, the three dimensions of organizational justice (distributive, procedural and interactional) indicated a positive relationship with the two main dimensions of OCB, namely OCB-interpersonal and OCB-organisational.
Statement of the Problem
In recent years the studies of the relationship between organizational justice and organizational citizenship behaviour have generated a high amount of scholarly attention. However, only a few research have been done in exploring the relationship between organizational justice and OCB in Nigerian organizations. More so, the few ones that are available are only centered on the manufacturing sector (for example, Igbinomwanhia & Akinmayowa, 2014; Shahram, 2011; Wan, 2017; Ebeh, Njoku, Ikpeazu, & Benson, 2017) . Furthermore, research on the relationship between organizational justice and OCB on the educational institutions are also very scanty (for instance, Parivash, & Shabnam, 2012; Nwibere, 2014; Monanu, Okoli, Ezeliora, & Okeke, 2014; Ismail, Iqbal, & Adeel, 2018) . However, only one of these is based on Nigerian institutions of learning. No study that we know has studied this relationship among Adhoc teaching workers of any institution in Nigeria. It is based on the above that this study sought to investigate whether the perceived unfair treatment of Adhoc staff of the polytechnic do have any effect on their performance of their citizenship behaviour. Perhaps due to the fear of termination of appointment, organizational justice does not affect their performance, but it may affect their performance of extra role behaviour, which is conceptualized here as organizational citizenship behaviour (OCB). Adhoc teaching staff are chosen as a case study because there have been series of real or imagined perceived feeling of marginalization in the allocation of organizational outcomes. Adhoc lecturers are employed directly by the school and their employment is subject to ratification by the state government. They are on a fixed salary of fifty thousand naira per month, not minding their qualifications. They are not entitled to any fringe benefits like medicals, housing etc. The period of the Adhoc-ship is not specified in the letter of engagement that is why some have worked as Adhoc lecturers for 2 or more years. It is only the state government that can change their employment status. Also, the period of their "adhoc-ship" is not counted as years of experience when the employment is eventually endorsed by the government. That is why there is perceived organizational injustice felt by the Adhoc staff. It is on that note that the researchers want to investigate whether or not the perceived injustice do have any relationship with the performance of organizational citizenship behaviour by the concerned staff.
The Objective of the Study
This study examines the relationship between perceived organisational justice and organisational citizenship behaviours among Adhoc academic staff of Delta State Polytechnic, Ogwashi Uku, Nigeria. The aim of this research is to find out the impact of the relationship among the three dimensions of OJ and OCB. The organisational justice construct represents the independent variable while organisational citizenship behaviour (OCB) construct is dependent variable.
Conceptual Framework
Based on the work of Organ (2000) , a five factor model was developed which was the most popular of all the dimensions ever given by any authority. They include altruism, courtesy, conscientiousness, sportsmanship and civic virtue. William and Anderson (1991) later compressed these dimensions into two, on the basis of target of the behaviour. They are OCB-interpersonal and OCB-organisational. The former has to do with those behaviours and actions that positively affect the organization indirectly. In other words, the organization only benefit through the benefits derived by the individuals in the organization. The two dimensions that fall into the OCB-individual are altruism and courtesy. Example of OCB-individual behaviours are helping a colleague out of a difficult task, helping a colleague to meet his deadline etc. The later has to do with behaviours that directly benefit the organization, for example being punctual at work, loyalty, preventing act of wastages, avoiding taking longer than necessary lunch breaks, making positive contributions that will benefit the organization even when you are not consulted. The three dimensions that fall into the OCB-organisational are conscientiousness, sportsmanship and civic virtue. To perfectly investigate the extent of the relationship, the following hypothesis were formulated H01: There is no significant relationship between distributive justice and OCB.
H02: There is no significant relationship between procedural justice and OCB.
H03: There is no significant relationship between interactional justice and OCB.
H04: There is no significant relationship between distributive justice and OCB-Interpersonal.
H05: There is no significant relationship between interactional justice and OCB-Organisational
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The concept of Organisational Justice
Organizational justice is a term that is used to describe the important role of trust and fairness as it directly relates to the work environment. According to Moorman (1991) organizational justice refers to employees' perception as to whether or not they have been treated fairly at the workplace. Cropanzano, Bowen, and Gilliland (2007) describe organizational justice as an individual evaluation of the ethical and moral standing of managerial conduct. Organizational justice research over the last four decades has identified the relevance of perceptions of fairness and equity for several work behaviours and motivation (Loi, Hang-yue, & Foley, 2006; Colquitte, 2001 researchers have agreed that the determination of what is fair is critically based on the prevailing culture of an organization. They have therefore identified three basic rules used in the identification of what is fair in an organizational setting: The first rule is the equity rule which is based on the notion of merit. The rule is that people in organizations should be rewarded based on their individual contribution. This rule is usually adopted when an organization's objective centers on high productivity and employee performance. The second rule is the equality rule. This rule states that organizations should allocate outcomes equally among all organizational members regardless of individual contributions. This rule is usually applied by organization that seeks to pursue social harmony. The third rule is the need rule and it is based on the need norm. The implication of the need rule is that everyone should be rewarded according to their needs. In other words, rewards should not be based on ones' contribution to the organization or equality, but based solely on one's social and economic needs.
Organisational justice arises when employees compare the treatment they receive in their organisations with the treatments their colleagues receive and make judgments on the basis of their own perceptions (Ebeh, Njoku, Ikpeazu, & Benson, 2017) . The construct of organisational justice within organisations has been researched extensively in industrial and organisational psychology (Greenberg, 1990) and it is on that basis that several authorities have documented a direct and positive relationship between the components of organizational justice and organizational citizenship behaviour (Beckley, 2014) .
Perception of organisational injustice could account for why employees protest against inequitable outcomes or inappropriate process and interaction in their treatment (Alsalam & Ahaimi, 2007) . A few authors like Adams (1965) and agree that organizational justice consists of two components, namely distributive and procedural justice. They explained that distributive justice is concerned with perception of fairness in the allocations of reward, while procedural justice has to do with the fairness of the process of allocating decisions. Some other authors, like McDowall and Fletcher (2004) argue that organizational justice has four dimensions: distributive justice, procedural justice, interactional justice and informational justice. However, from the review of extant literature majority of management authorities agree that there are only three major dimensions of organisational justice viz: distributive justice, procedural justice and interactional justice (Martinz-tur, Peiro, Ramos, Moliner; .
Distributive justice refers to the degree to which rewards are allocated in an equitable manner (Niehoff & Moorman, 1993) . It is concerned with the reality that not all workers are treated alike, that the allocation of outcomes should be differentiated in the workplace. According to Greenberg and Baron (2008) , distributive Justice is a dimension of organisational justice that focuses on people's belief, that they have received fair amounts of valued work-related outcomes (e.g. pay, etc). In fact, Dailey and Kirk (1992) found that perceived unfair distribution of reward is enough to make employee rationalize their desire to quit. Procedural justice refers to the means by which outcomes are allocated, but not specifically to the outcomes themselves (Cropanzano et al., 2007) . It is the degree to which those affected by allocation decisions perceive them to have been made according to fair methods and guidelines specified (Folger & Konovsky, 1989; Greenberg, 1990) . According to Folger and Cropanzano (1998) criteria for consideration of a fair procedural justice include the following: 1. opportunities for control of the process and the outcomes, 2. ability to voice one's viewpoints, 3. consistency, 4. lack of bias and availability of appeal mechanisms, 5. use of accurate information, and 6. following ethical and moral norms. For organizations to function properly justice requires explicit rules, process and procedures that are fair and which will facilitate the access of everyone (Ramin-Mehr, Hadizadeh-Moghadam, Ahmadi, 2009). Interactional justice is concerned with the treatment which an individual receives as decisions that concern him or her are made. This type of organizational justice can be developed by providing justifiable explanations for decisions and actions with empathy and respect (Bies & Moag, 1986) . According to Bahari-Far and Javaheri-Kamel (2010) interactional justice is concerned primarily with all aspect of the communication process (such as respect, courtesy and politeness) among organizational members. Colquitt, Conlon, Wesson, Porter, and Ng (2001) suggest that interactional justice should be broken into two components: interpersonal and informational justice. Interpersonal justice refers to perceptions of respect and propriety in one's treatment. It reflects the degree to which people are treated with politeness, dignity, and respect by authorities and third parties involved in executing procedures or determining outcomes. On the other hand, informational justice relates to the adequacy of the explanations given in terms of their timeliness, specificity, and truthfulness. It focuses on explanations provided to people that convey information about why procedures were used in a certain way or why outcomes were distributed in a certain fashion.
Organisational Citizenship Behaviour (OCB)
The concept of OCB was developed by Organ in 1988 and he gave a vivid definition of that concept as "individual behaviour that is discretionary, not directly or explicitly recognized by the formal reward system, and that in the aggregate promote the effective functioning of an organisation." He went further to describe discretionary as the behaviour which is not an enforceable requirement of a particular role or job description, which is the clearly specifiable terms of the person's employment contract with the organization. In other words, the behaviour is a matter of personal choice, such that its omission will not attract any punitive measure (Organ, 1988) . This discretionary behaviour have no place in formal reward system, in other words, employees that engage in OCB are doing it on their own volition and are not expecting a reward. In fact that is why some authors conceptualize OCB as contextual performance and some others refer to it as spontaneous behaviour. Once there is an indication that the performer of that behaviour is expecting a reward for that behaviour, it can no longer be referred to as OCB. Contextual performance is defined as performance that is supportive of the social and psychological environment in which task performance takes place (Organ, 1997:95) . According to Organ (1998) , social and voluntary actions such as assisting colleagues who are facing challenges with their tasks, polite behaviour with personnel and consistently telling others positive things about your organization, not hiding information that can assist one in the performance of his tasks, are good examples of OCB.
He further gave five dimensions of organizational citizenship behaviour as altruism, courtesy, conscientiousness, sportsmanship and civic virtue. Organ (1988) Altruism: This simply means being helpful. Some authors refer to altruism as interpersonal helping. This involves voluntarily giving time and/or energy to support co-workers (Moon, Van Dyne, & Wrobel, 2004) . Interpersonal helping according to Igbinomwanhia, & Akinmayowa, (2014) involves assisting others with heavy workloads, helping colleagues who are absent, willingly giving one's time and helping colleagues with work related tasks or problems, and taking initiative to orient new employees. Altruism, falls under individually focused OCB.
The Major Dimensions of OCB according to
Courtesy: This means avoiding conflict situations by being polite and courteous to people. It means avoiding the occurrence of unnecessary work-related frictions with colleagues. It is a discretionary behaviour aimed at preventing work related problem, for example giving notice to colleagues when you make any change that may adversely affect them. Courtesy falls under individually focused OCB.
Conscientiousness: This means doing more than the minimum required of you without complaint. It also means paying attention to details to minimize errors at work. It means going well beyond their usual call of duty in the areas of daily attendance at work, adhering to policies, norms, rules and regulations, etc, example include punctuality, adherence to company's rules and regulations when nobody is watching you. Conscientiousness falls under organizationally focused OCB.
Civic virtue: This means showing interest and involvement, for example defending your organization outside, speaking good about your organization. It has to do with taking active part and involving oneself in, or is concerned about the welfare or success of the organization. It refers to employee's deep concern and active interest in the existence and survival of your organization (Organ, Podsakoff, & MacKenzie, 2005) . Civiv virtue falls under organizationally focused OCB Sportsmanship: Accepting changes and obeying instructions without complaints. It is concerned with employees' willingness to tolerate less than ideal organizational situations without complaining. It also concerns sacrificing one's own personal interest for the organizational interest, Sportsmanship is under organizationally focused OCB.
Some of the most robust attitudinal predictors of OCB are employee's perceptions of fairness (e.g. Jafari, & Bidarian, 2012; Colquitt, Greenberg, & Zapata-Phelan, 2005; Moorman, 1991; Organ and Konovsky, 1989; Podsakoff, MacKenzie, Paine, & Bachrach, 2000) and job satisfaction (e.g. Bateman, & Organ, 1983; Smith, Organ, & Near, 1983; Williams, & Anderson, 1991) .
The Relationship between Organizational Justice and Organizational Citizenship Behaviour
Research findings on the relationship between OJ and OCB are mixed. Uhiara, Njoku, Ngozi, and Jimogu (2011) established that organizational justice is not a good predictor of OCB since they could not dictate any significant relationship between the two constructs. Meanwhile, some scholars like Moorman, 1991; Asgari, Silong., Ahmad, & Abu Samah, 2008; Young, 2010 , Igbinomwanhia, & Akinmayowa. 2014 Nwibere, 2014; Ishmail, 2014 ) document a positive and significant relationship between all the three dimensions of OJ and all the dimensions OCB.
Furthermore some other scholars, like Masterson, Lewis, Goldman, and Taylor, 2001; Colquitt, Conlon, Wesson, Porter, & Ng, 2001; Lazar, Zinger, Lachterman, 2007; Nadiri, & Tanova, 2010; Farzin, Mohammadreza, Morad, & Maryam, 2012) posit that the relationship is only positive between some dimensions of OJ and some dimensions of OCB. For example, Nadiri and Tanova (2010) demonstrated that distributive justice is only associated with altruism and conscientiousness and therefore a stronger predictor of OCB. Wan (2017) documented that perceived fairness of interpersonal treatment by managers as well as adequate and sincere communication of procedures and outcomes rather than procedural justice is much stronger in predicting OCB. Also, perceptions of interactional justice are strong predictors of OCB (Hassan, & Jubari, 2010; Lazar, Zinger, & Lachterman, 2007; Moorman, 1991) . Also Masterson, Lewis, Goldman, and Taylor (2001) , Colquitt et al., (2001) specifically found in their study that interactional justice positively correlated with altruism and courtesy while procedural justice correlated with the three other dimensions of OCB. Furthermore, Farh, Podsakoff, & Organ (1990) suggest that perceptions of fairness are more strongly related to altruism than to the other four dimensions of OCB. posit that there is a positive and direct relationship among the three dimensions of organizational justice and organizational citizenship behaviour when they studied the behaviour of employees of a public hospital in Iran, Guangling (2011) indicate that there is a positive relationship between organizational justice and organizational citizenship behaviour. In addition, Goudarzvand-Chegini (2009) studied a sample of 300 employees of the public organizations and discovered that there is a significant relationship between organizational justice and organizational citizenship behaviour. Igbinomwanhia and Akinmayowa (2014) studied the determinants of citizenship behaviour in Nigerian organizations and concluded that OCB in Nigeria is predicted primarily by the personality of individual employees, the employees' degree of affective commitment, the employee perception of organizational justice, the employee level of spirituality and the sector in which the individual is employed. According to Igbinomwanhia and Akinmayowa (2014) where there is procedural justice (bias-free allocation of outcomes, accurate, consistent and ethical) and interactional justice (information about decisions are shared as the decisions are made and promoted by providing explanations for decisions and delivering the news with sensitivity and respect), organizational citizenship behaviour will be encouraged and sustained.
In a study by Emelle, Jaja, and Ukoha, (2016) the authors found a positive association between procedural justice and organizational commitment and concluded that procedural justice promote organizational commitment among workers. Hassan and Hashim (2017) examined the relationship between the perception of organizational justice and organizational outcomes with special reference to employment conditions of local and expatriate academic staff in some public universities in Malaysia. The authors discovered that, except for job satisfaction, where Malaysians recorded significant higher endorsement compared to expatriates, no significant difference was found between the two groups on perception of distributive, procedural, and interactional aspects of organizational justice, as well as organizational commitment and turnover intention. According to Yilmarz and Tasdan (2008) employee's perception of organisational justice assists employees to feel as members of the organisation and this tend to boost their commitment to their organization. Malik and Naeem's (2011) survey revealed that two dimensions of organizational justice ie distributive and procedural justice had significant positive impact on organisational commitment among junior faculty members while Iqbal and Ahmad (2016) observed that organizational justice has a strong impact on organizational commitment. In the same vein, Bakhshi, Kumar and Rani (2009) , reported a positive relationship between organisational justice and organisational commitment of medical college employees in India, just as Bakhshi, Kumar, and Rani (2009) conclude that when employees perceive fair treatment by their employers, they are likely to be more committed to their employers. Also such perception will instill more trust, satisfaction, and control. The reverse is the case when employees feel cheated. In a study by Yavuz (2010) it was discovered that organisational justice and organisational culture have a higher positive influence on teachers affective, normative and continuance commitment, which directly impact positively on their performance. Yaghobi, Javadi, and Agha-Rahimi (2010) share the same opinion by saying that organizational justice can lead to employee's high commitment and extra role behaviour at the workplace. Tansky (1993) posits that procedural justice (perceived justice of the decision making procedures) and fair treatment from managers and supervisors (interactional justice) seem to be the most important component to the relationship between justice and OCB (Abili, Shateri, Yozbashi, & Faraji-Deh Sorkhi, 2009) . That is why Ramamoorthy and Flood (2004) contend that perceptions of organizational justice have been identified as an influential factor in employee attitudes at the workplace. In the same vein, Robinson and Morrison (1995) argue that when employees perceive that their employer had failed to fulfill employment obligations, there is a tendency that the employees will not engage in civic behaviour, which is a dimension of OCB. According to Yilmaz and Tasdan (2009) the perception organizational justice has the potential to reinforce affirmative citizenship perceptions. In the same vein, there is a positive relationship between perception of organizational justice and organizational citizenship behaviour.
According to Tansky (1993) perceived justice of the decision making procedures (procedural justice) and fair treatment from managers and supervisors (interactional justice) seem to be the most important component in explaining the relationship between justice and OCB. Others writers affirm that procedural justice accounts for a linear relationship with altruism (Farh et al., 1990) and altruism, courtesy, sportsmanship, and conscientiousness (Moorman, 1991) . It is on the basis of the above that researchers are now paying more attention to the concept of organizational citizenship behaviour significantly due to the strong positive effects it has on performance and other organizational outcomes (Bolino, Turnley, Bloodgood, 2002; Cohen, & Kol, 2004) .
Likewise, Robinson and Morrison (1995) argue that employees are less likely to engage in civic behaviour if they perceive that their employer had failed to fulfill employment obligations. Moorman (1991) emphasizes that interactional justice is the sole dimension of fairness to significantly relate to OCB while Giap et al. (2005) stress that the only significant correlation is that between altruism and interpersonal justice (sincerity and respectfulness of authority communication). Additionally, DeConinck (2010) asserts that in order to increase interactional justice, it is imperative for the supervisor to explain the procedure as well as to take questions from the employee regarding the process. In essence, employees are more likely to exhibit OCBs if they perceive that their organizations are treating them fairly. However, Wan (2017) postulated something different by saying that equity in reward distribution, objectivity in decision making process and procedures, and candid explanations of actions do not deter pessimistic behaviours. In other words, there is no direct relationship between OJ and OCB, rather he advised that in order to avoid negative behaviours from workers; organizations provide adequate training and developmental programs to enhance interpersonal skills of superiors. Hassan and Mohd Noor (2008) assert that there is no significant relationship between organizational justice and extra-role behaviour in a high power distance and collectivistic society like Malaysia. Othman et al. (2005) establish that justice perceptions moderated the relationship between psychological contract violation and OCB. Despite being a high power distance country, where open expression of dissatisfaction is much constrained, interest in research on organizational justice in Malaysia has greatly increased.
Methodology
This study is aimed at exploring the relationship between organizational justice and organizational citizenship behaviour among Adhoc staff of Delta State Polytechnic, Ogwashi Uku, Delta State, Nigeria. The data were collected from 120 randomly selected Adhoc lecturers of the Polytechnic through the Organisational Justice and Organisational Citizenship Behaviour questionnaires. Content validity of the questionnaires was approved by expert judgments, while its face validity was tested by pretest of questionnaires. All the three dimensions of organisational justice were measured on a 5-point Likert type scale. The response mode ranges from 5 = strongly agree to 1 = strongly disagree. To determine their reliability, Cronbach-alpha calculation was used (organizational justice questionnaire 0.83 and organizational trust 0.81). Collected data were analyzed using descriptive and inferential statistics. First, descriptive statistical analysis was performed on all variable items. Thereafter, correlation analysis was performed to ascertain whether or not the two variables are linearly related. From the correlation analysis, a regression analysis was also performed to determine if the independent variable (OJ) significantly predict dependent variable (OCB).
Presentation and Analysis of Data
The study was targeted to the 150 Adhoc lecturers of the polytechnic. However, only 120 of them were able to be accessed and issued with questionnaires. Out of which, 105 were retrieved with valid input. This shows a response rate of 87.5 percent. From those that responded, 55 percent were male while 45 percent were female. The mean age of the respondents was 39.21 years. Table 1 shows the mean responses, standard deviations, and correlations between/among the variables of study. From the table, it will be observed that the three dimensions of organizational justice have a mean score that is slightly above average. The mean and standard deviation for the two major dimensions of OCB were 5.17 and 5.29 for OCB-interpersonal and OCB-organisational respectively. Their corresponding standard deviations were .87 and .79 for interpersonally focused OCB and organizationally focused OCB. It is interesting to note that distributive justice and interactional justice appear to have more weight than the interactional justice. From the above table, it can be documented that there exist a direct positive and significant relationship between organizational justice and OCB at p<0.01. Furthermore, the three dimensions of organizational justice (distributive, procedural and interactional) indicated a positive relationship with the two main dimensions of OCB, namely OCB-interpersonal and OCB-organisational also at p<0.01.
Regression analysis was also performed to determine the predictive power of the independent variable over the sampled population. The result of the analysis is shown in tables 2 to 10 in the appendix.
From the regression table (Table 2) , it can be confirmed that distributive justice and transactional justice have very significant positive relationship with OCB. Procedural justice is positively related to OCB but it is not significant (β = .147 and a p-value .725). The implication of this is that an increase in the perception of distributive and transactional justice by the respondents will lead to an increase in their performance of OCB, all other things being equal. From the analysis also, we can conclude that distributive justice is the highest predictor of OCB among the respondents (β = .325 and p-value .000). Therefore, we reject H01 and H03 and accept H02.
Furthermore, table 3 and 4 show that the model is significant to predict the relationship between distributive justice and OCB. In other words, we are right to say that about 16 percent (Adjusted R-Square .159) of variations in OCB can be attributed to distributive justice.
From table 5 in the appendix we can see that β is .314 with a p-value of ≤ .0005 which shows that distributive justice significantly predict OCB-interpersonal more than any other dimensions of organizational justice. We therefore reject H0 4. From the analysis of variance (ANOVA) we could also see that the model is significant. We also saw from table 6 and 7 that about 21 percent (Adjusted R-Square) of variations in the dependent variable (OCB-Interpersonal) is caused by the independent variable (distributive justice). Also the coefficient of determination shows that about 16 percent variations in the dependent variable can be explained by the two dimensions of the independent variables (organizational justice vis a vis distributive and interactional justice.)
From table 8, we discovered that interactional justice is significantly related to OCB-organisational with a β of .219 and p-value of less than 5 percent. Therefore, we reject Hypothesis 5 that interactional justice is not significantly related to OCB -organisational. From table 8, we see that distributive justice also predicts OCB-organisational, but not very significant.
Furthermore, table 9 and 10 show that the model is significant to predict the relationship between interactional justice and OCB-organisational. In other words, we are right to say that about 20 percent of variations in OCB-organisational can be attributed to interactional justice (Adjusted R-Square .197), while about 15 percent of variations on OCB-organisational can be attributed to distributive justice. ISSN 2330 -5495 E-ISSN 2330 
Summary of Findings
This study is aimed at determining the relationship between organizational justice (OJ) and organizational citizenship behaviour (OCB) among Adhoc teaching staff of Delta state polytechnic, Ogwashi Uku, Nigeria. From the analysis of data we discovered that the Adhoc teaching staff exhibited a high level of organizational citizen behaviour. It was also found that the Adhoc teaching staff engage more of OCB-organisational than the OCB-interpersonal. On the extent to which organisational justice predicts OCB, it was discovered that organisational justice impact positively and significantly to OCB. It is important to note that from our study the relationship between procedural justice and OCB is not very significant.
Conclusions and Recommendations
Employers of labour can promote and encourage the engagement in OCB by creating a workplace environment that is conducive and supportive of OCB notwithstanding the fact that the behaviour is discretionary. Based on the findings of this study, it is strongly recommended that organisational participants, in this case the superiors should ensure fairness and justice in their dealing with their Adhoc employees in the institution. The Adhoc staffs are working at full capacity but they are being treated like second class citizen in their place of work. Such action demoralizes worker and can lead to unproductive behaviour. Secondly, it is recommended that the Adhoc employees' salaries should be reviewed upward to meet the challenges of time. A situation where Adhoc staffs are paid about one quarter of what their colleagues who are on permanent employment are paid is not just unfair and unjust, but demotivating.
Thirdly, the period spent by Adhoc staff should be made to count while still on Adhoc. A situation where an Adhoc works for three or more years and still remains as a starter even when he is finally absorbed is not fair and just to the Adhoc staff. The experience he or she has garnered as an Adhoc staff should count whenever he or she is finally absorbed.
Fourthly, school management has to remove the disparity between Adhoc staff and permanent staff in the aspect of course allocation, project supervision, training and task allocation. This will help to improve the sense of belonging among the Adhoc staff because employee sense of belonging in teams enhances perceptions of fairness and encourage citizenship behaviours.
Furthermore, Adhoc staff should be treated with respect because treating employees with dignity and respect, has been found to correlate positively with OCB. The way some permanent lecturers treat the Adhoc lecturers has a significant influence on their attitudes and commitment and, as a consequence, on their performance. Permanent staff should be sensitized on the need to treat the Adhoc staff as colleague and not as inferior in their daily interpersonal dealings.
School management should ensure that they actively communicate their effort at acting fairly and justly through interaction because it will help to improve Adhoc staff perceptions of interactional justice.
Finally, school management should be made to understand the relevance of OCB and should consider the inclusion of OCB in their performance appraisal in order to encourage and promote the engagement of OCB, especially among the permanent teaching staff.
In conclusion, Jafari and Bidarian (2012) proposed the following as ways to promote organizational justice. First and foremost, organisations should show more concern about the welfare of their staff and show support, consideration, and helpfulness at all times. Secondly, more attention should be paid to the process of distribution of outcomes and rewards. Thirdly, consistent and fair procedures regarding employment, promotion and performance assessment should be developed.
Fourthly, organizations should foster the development of close relationship between superiors and their subordinates with a view to harnessing a good quality interpersonal relationship among lecturers. Fifthly, there should be free flow of information, trust to employees, open and a two-ways communication to improve interactional justice. School management should convince the concerned employees about their sincerity in ensuring equity through information sharing. Willful manipulation intentions by management may generate counterproductive behaviour that can spiral beyond the effective control of management. School administration can improve employee perceptions of justice by providing timely information, ensuring equity in distribution of outcomes, enacting fair procedures, and treating the Adhoc staff the same way other permanent employees are treated.
Finally, in view of the results, there is a call on the management of Delta State Polytechnic to build, develop and sustain a culture of fairness especially when taking decisions that have to do with the sharing of organizational rewards (distributive justice); when considering the methods and procedures that will be used in determining the decisions or outcomes (procedural justice); and finally, in the quality of their interpersonal relationship with their Adhoc employees (interactional justice).
